This study revaluates the core competency of both career and vocational counselors through IPA techniques, and has the objective of suggesting a strengthening of job competency measures. For this, a survey was distributed country-wide to 246 vocational counselors, and a gap analysis of a paired t-test and an IPA matrix was implemented. The analysis results revealed a gap of 53 competency and 5 sub-competency groups in priority and performance. Additionally, competency was deduced through area groups of the IPA matrix as: 5 maintenance and 2 low-priority; and the requirement for resource adjustment of the surplus area through the concentration area was not identified.
Introduction
There are 162 prospective occupations presented in the 2040 UN Future Report. The first of these has the official title of a 'transitionist': one connecting or switching job placements in the role of a vocational counselor. Currently in Korea, the vocational counselor takes a central role in deciding one of the many various routes surrounding the process of 'job connection', whilst at the same time possessing a registered national technical qualification. The number of those acquiring the vocational counselor certificate continues to increase due to interest in both the position and tri-yearly exam (Q-net). Alongside this, research continues to be undertaken on the vocational counselor's job and competency [13] , [12] , [27] , [25] .
Vocational counselors are currently active in the following fields in Korea: Elementary, Middle, and High School, University, Public Agency Job Center, Employment
Center, Women Resources Development Center, Middle-aged Job Center, Private Enterprise, and Free/ Charged Job Placement Agency, etc.. They are in charge of Career, Vocational, and Job Offering/Seeking consultation and job placement etc.. However, although there are differences in job description and necessary competency in connection with affiliated agencies, target counseling, and experience etc.., this is not being suitably reflected. Following this, there is a demand for the comprehension of the competency necessary for a national technical qualification equivalent to "Vocational Counselor 2" in accordance with different types of jobs, and also designs for competency development and educational processes in line with this. Through displays of competency, good business results emerge from agencies affiliated with the vocational counselor. With these results being reflected in the management assessment, through measuring the business evaluation, a connection can finally exist between competency evaluation and this business evaluation.
This study will attempt to analyze the gap of competency demand according to the specific form of vocation (as opposed to individual characteristics). It will take steps towards implementing an analysis of performance level centered on the competency importance recognition of career vocational counselors, and relate to the competency levels demanded of career and vocational counselors needed at schools, employment centers, job centers, and private enterprises etc..
The core competency demands of currently active career counselors (career coaches), career advisers of women's new work centers, vocational counselors, employment support for high schools and universities, operators of the 'employment success package', and job transfer support counselors (with more than 3 years vocational counseling experience) are being researched. Through this research, human resources based on the competency of future promising career and vocational counselors can be both secured and managed.
Through this type of competency analysis, the extent and differing values present in the competency level of each job group will be suggested. Secondly: based on the study results, basic data that could form foundations for the design, development, and evaluation standard settings of effective competency development programs (when designing a curriculum) will be utilized.
Study problem 1: does a competency gap appear through the perceived competency importance and current activities of organization members relating to the competency and competency performance levels demanded of vocational counselors? Study problem 2: is there strategic competency concentrated on the primary development of curriculum design?
Theoretical Background

2.1．Career and Vocation
The term 'career' refers to one's work and experiences relating to this spanning across an entire lifetime [11] , [9] , whereas 'vocation' refers to the continuous life activities actualized by social solidarity: the demonstration of improvement in a community according to one's personal performance through free will and the act of supporting a family, and also supporting one's individual livelihood through receiving monetary remuneration (Ministry of Employment and Labor, Employment and Labor Dictionary).
Parsons [24] , whilst having arranged the conceptual framework through a career guidance movement, claimed that vocational counseling is the act of optimization through scientific advice relating to self-analysis, vocational analysis, and the gap between the self and vocation. Career counseling is mainly viewed as being divided into employment consultation, vocational counseling, and vocational training counseling implemented by being a youth, university student, or career/ adult-orientated in schools and counseling centers etc.. In this study, persons performing career counseling will be referred to as career and vocational counselors. The career counselors of middle and high schools are mainly run by career admissions counseling teachers or professional counseling teachers, focusing on admission counseling, or in specialized cases such as Meister Schools there are separate employment support staff in place whose role it is to support the careers and vocations of its members. These career admissions counseling teachers or professional counseling teachers are formally certified, so there are notable differences between them and certified vocational counselors or career coaches.
Vocational Counselor Certification
Current vocational counselor certification in Korea is classified as both a level 1 and a level 2 National Technical Qualification, and is overseen by the Human Resources Development Service of Korea. The level 2 vocational counselor examination is conducted three times per year, and consists of a written and practical exam, and the level 1 examination takes place only twice per year. The vocational counselor 2nd level certification has no limits on age or educational experience, and as a national technical qualification in 2014, 21,381 candidates took the exam, and 11,223 (52.5%) passed. In the practical exam, 15,152 candidates took the exam, and 4,011 (26.5%) passed. From 2010 onwards, approximately 3000~4000 vocational counselors have emerged annually.
As this vocational counselor certification applies to the ongoing research and development of the National Competency Standard (NCS), after attaining the certification it can be actively used under a number of different vocational names. According to the National Competency Standard, vocational names are classified in accordance with employee performance levels at the vocational counselor's industrial site: level 2-job manager, employment referral counselor; level 3-career counselor, career advisor, career consultant, vocational counselor; level 4-career coach, employment support counselor, career admission counseling teacher, job transfer support specialist, vocational counseling lecturer, occupational therapist, and vocational counseling supervisor (Human Resources Development Service of Korea, 2013).
'competency model' based on the deduction of specific competency [8] . Gebelein [5] stated that the competency model is defined as the intelligence, functionality, and attitude of necessary members for the achievement of the goals of that organization. Because the term 'competency' had the persuasiveness of referring to the ability of influencing an organization's results directly, many organizations actively utilize the competency model as a tool for improving the results of members.
A Study of the Competency Model relating to Vocational Counselors Overseas.
When examining the competency model relating to vocational counselors outside of Korea, the competency model suggested in Canada's NSC (National Steering Committee) is for career development workers, classified as core and specialist competency areas. Core competency is comprised of 4 areas of competency: "specialist activity, interpersonal ability, career development knowledge, understanding of demands, and placement", and specialist competency is divided into the following 6 areas: "evaluation, the promotion of personal and collective learning, career consulting, information and resource management, occupation ability development, and community empowerment", and as for common knowledge and technology, the areas: "job-seeking strategy and collective activity promotion" are suggested (NSC 2001, [12] )
In the majority of EU countries, in order to recognize the importance of the employment service and to improve human resources expertise, educational standards are arranged according to the European Qualifications Network (EQF) [12] . The EQF is classified into cognitive competence, functional competence, personal competence, and ethical competence. Additionally, competency is subdivided into the ability units of "social welfare and professional counseling", and these competency ability units are classified into 3 groups which can be observed as being applicable to the "general competency of personal and ethical competence: onhand "customer advice competency, role or service improvement, and inter-organizational cooperation (including the "additional competency: system network") [2] . Within these ability units there are also 6, 6, and 7 categories of lower unit.
The IAEVG (International Competencies for Educational and Vocational Guidance) develops guidelines for international levels, focusing on the necessary intelligence, technology, and attitudes offered to the educational and vocational guidance personnel [6] . It is divided into 10 additional specialized competencies in accordance with the 11 basic necessary core competencies and vocational performance service [28], [27] . Aside from this, the IAEVG carries out research relating to personnel competency in vocational counseling and the employment service industry, whilst suggesting competency models in such countries as Australia, America, Ireland, and Japan [12] . 
The Competency of Career and Vocational
Counselors. As interest in the career and vocational counselor occupation has increased, there has been a rise in a wide range of research relating to their competency. In the Korea Research Institute for Vocational Education and Training (1998), 6 types of occupational analysis were undertaken through "job analysis of vocational counselor" in vocational counseling, career counseling, job information management, employment insurance, career program operation, and vocational counseling administration. Henceforth this was slightly modified in the Human Resources Development Service of Korea (2006), and "job analysis in field of vocational counseling" was implemented. From 2002, Korea has been in the process of developing job ability standards in accordance with National Competency Standard (NCS) policy ranging through 24 fields of industry. As of 2015, development has been completed on 797 of 857 vocational sub classifications (comprised of 24 main, 77 middle, and 277 small classifications). With studies on competency deemed to be lacking according to vocational systems, the recognition and perceived importance of domestic competency is expanding. In the NCS, the sub classification 'vocational counseling service' competency is divided into 18 levels of ability.
In the National Competency Standard, vocational ability units of vocational counseling are classified into a total of 18 units, with the elements of ability unit suggested. These 18 ability units are comprised of: vocational psychological testing, vocational counseling, vocational adaptability counseling, vocational transfer support counseling, business startup counseling, vocational retention counseling, retirement counseling, vocational rehabilitation counseling, multicultural vocational counseling, in-depth vocational counseling, communal counseling program operation, cyber vocational counseling, vocational counseling research, vocational counseling opportunities, vocational counseling administration, vocational counseling marketing, and others. Through preceding domestic studies, aforementioned vocational counseling occupations and competency analysis results can be expressed in the following Table 2 . 
Methodology
Subjects of the Study
For this study, which was targeted at career and vocational counselors with level 1 or 2 certification and possessing 1~15 years of working experience, researchers were sampled randomly. A total of 246 career and vocational counselors took part in the study. From the survey answers, it appeared that in sub-dividing them into occupational groups: 62 were Job Seeking ・ Job Opening, Job Placement Counselors, 57 were Vocational Counselors ・ 39 were Job Seeking Support Officers (High School and University) ・33 were Counselors engaging in Job Seeking Success Packages ・ 28 were Career Coaches (Elementary, Middle, and High School Career Counseling Overseers), and 27 were Outplacement Support Specialists. Additionally, it appeared that of those taking part, 83 were male (34%), and 163 were female (66%).
In order to grasp the factors comprising the competency demanded of the vocational counselor's occupation and to gauge the levels of importance and performance relating to competency, research was conducted on 246 vocational counselors all over the country. With the possible differing levels of competency according to the target characteristics of each subject (even with subjects having the same occupation), the occupational form of the counselors was considered according to each specific classification.
Analysis Method.
The survey process of this study took place over around 4 months from February to June 2016. In order to consider the occupational forms of counselors, the survey was distributed and collected among the target market of career and vocational counselors performing (A~F) duties. A total of 280 copies were distributed and 246 copies collected before the final analysis took place.
Analysis of the collected material was done through the statistical program SPSS 22.0, and in order to analyze the competency importance and performance of the counselors in question and check if there were meaningful levels of difference in the analysis, a paired t-test was conducted on 53 competency sub divisions in each of the 7 areas.
For the analysis and testing of competency, IPA (Importance -Performance Analysis) was used. Importance -Performance Analysis (IPA) was introduced by Martilla & James (1977) , and has been quoted as a useful method for selecting primary improvements, strategic tasks, and required solutions in the academic fields of business, pedagogy, psychology, and others [7] , [3] , [8] .
In a situation where resources are limited, policies should be primarily focused on the area of utilizing Importance -Performance. In order to deduce the results of each item in this analysis method, the importance of each individual applicable item are evaluated, and firstly, the importance of applicable attributes are measured. Additionally, current performance levels relating to each identical item are measured, and the difference in levels (Gap) between recognition and performance is compared and analyzed.
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Results
The averages and standard deviations for each capability group of the importance-performance values for both vocational counselors (and capabilities for each other category) have been collated and analyzed in the table below. The total average for the competency importance analysis results was 4.13 (max. 5.00, min. 1.8), and yielded a standard deviation of 0.817. Contrastingly, the competency performance analysis results total average was 3.64 (max.5.00, min.1.22), and yielded a standard deviation of 0.850. From these importance-performance analysis results, it can be inferred that despite the competency importance levels shown from vocational counselors, performance levels were comparatively low. Table 3 . Total Averages for Importance-Performance 2. Difference Verification for Competency Importance-Performance In order to analyze the significant differences in the 7 importance-performance competency groups, the results of the matching sample paired t-test were implemented at a significance level of 0.05, showing significant differences in all 7 areas (as shown in the table). Additionally, it was also shown that all 53 sub-competencies revealed a significant difference of 0.05. However, despite the importance level of each sub-competency being high, the performance levels directly observed 'on-site' were revealed to be low. The difference analysis results for each subcompetency is show in the table below. Of the 53 importance and performance competencies, there was the greatest points difference evident in the following 5 areas of job and career information management ability: knowledge related to future social change (t=14.251, p<.05), knowledge relating to the type and job information of various careers (t=13.493, p<.05), the ability to develop career guidance programs (t=11.668, p<.05), knowledge relating to psychological theory resulting in an understanding human behavior, personality, stimulus, and motivation etc.. (t=11.302, p<.05), and the ability to communicate effectively according to the characteristics of interviewees (t=1.932, p<.o5). However, there were 5 competencies eliciting a comparatively small points difference between importance and performance: becoming a model career management counselor for each individual interviewee in practical situations (t=2.836,p<.05), the ability to realize the central needs of interviewees (t=2.836,p<.05), the ability to retain a calm head in coping with various different situations (t=5.339,p<.05), the ability to gradually cultivate personal competencies through training or education whilst possessing a level-headed will to learn more (t=5.417,p<.05), and retaining an interest and positive curiosity in a variety of areas (t=5.418,p<.05). Average values were used to analyze areas showing the gap between importance and performance in the 7 competency groups, and the position of each competency group in the IPA matrix is expressed in Figure 2 . According to the IPA matrix of the 7 competency areas, all high importance and performance values were related to the 'Keep up (the) good work" comments. The relative positions of the average importance and performance values are expressed below in Figure 2 . Figure 2 . Each competency group in the IPA matrix Competencies primarily in need of improvement were found in the following 3 high importance but low performance areas: Counseling program development and operation, Job-seeking support ability, and Job and career information management ability. Meanwhile, according to a Borich formula, competency priorities are appointed a by each competency. Of the 53 importance and performance competencies, there was the following 5 displayed high requirements: Knowledge relating to the type and job information of various careers, Knowledge related to future social change, Knowledge relating to the business recruitment process and personnel system, Understanding of life organization, Ability to search for job information. On the other hand, it was confirmed the following 5 displayed low requirements: Knowledge relating to the type and job information of various careers Ability to offer adaptive support after employment, Ability to operate and plan events relating to the fields of 'career' and 'vocation', Ability to find employment for job seekers, Ability to find employment for job seekers, Ability to discover job-seeking companies, Knowledge relating to the developmental theories of vocation and counseling. 
Discussion and Conclusion
This study aims to present implications through deductions made from looking at the importance and performance recognition values of necessary competencies (in accordance with the kind of jobnot individual characteristics). These take the form of primary materials which aid the development of talent, competency, and essential values demanded of career and vocational counselors by schools, employment centers, job centers, and private enterprises etc..
First, the total average results analysis value was 4.13 (maximum 5.00, minimum 1.8) with a standard deviation of 0.817, showing the gap between vocational counselor competency importance and performance. The total average competency analysis result for performance was 3.64 (maximum 5.00, minimum 1.22), and had a standard deviation of 0.850. Through this it can be observed that, in each area, values for performance competency are comparatively lower than importance.
Second, in order to analyze areas showing a meaningful difference between importance and performance in the 7 capability areas for vocational counselors, a paired t-test was implemented on values displaying a significance level of .05: the results show meaningful difference in all 7 areas. Although this does not imply that there were high importance values for each separate job group, it does imply that there was high variation in performance. It follows that conditions should be established that stimulate competency in accordance with each applicable job group.
Third, in the analyzed significant difference results of the sub-categories of importance and performance competencies, it was evident that all 53 sub-competencies of the 7 areas displayed a significant difference level of .05. Especially in the 5 competency areas showing large differences in importance and performance, there is a basis for the judgment that an educational process for vocational counselors should be established, and that the development of suitable educational content in this area could be necessary to heighten performance levels.
Fourth, utilizing IPA analysis, the competency areas and sub-categories demanded of vocational counselors were examined. Of the 7 areas initially examined, the following 3 displayed high importance but low performance values: Counseling program development and operation, Job-seeking support ability, and Job and career information management ability.
Fifth, through an examination of Borich requirement analysis, there was the greatest points difference evident in the following 5 competency of (improvement) requirements : Knowledge relating to the type and job information of various careers, Knowledge related to future social change, Knowledge relating to the business recruitment process and personnel system, Understanding of life organization, Ability to search for job information . Through this it can be observed that background knowledge for various careers and ability for radical social change are more important than knowledge relating to the developmental theories of vocation and counseling.
In future studies, foundational materials could form the basis for the planning, development, and evaluation standard of effective competency development programs when designing educational processes based on the results of existing studies.
Ability to operate and plan events relating to the fields of 'career' and 'vocation', Ability to find employment for job seekers, Ability to find employment for job seekers, Ability to discover jobseeking companies, Knowledge relating to the developmental theories of vocation and counseling.
